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This study describes the use of exit interviews in Maryland public and academic libraries.  
Fifty-five libraries were surveyed to determine if exit interviews were conducted with 
voluntarily departing employees, and what purpose those exit interviews served.  
Responses were received from 76.4% of the libraries surveyed. 
Exit interviews were more likely to be conducted in public libraries than in academic 
libraries.  They were most commonly used in both types of libraries to gain information 
that departing employees could offer, based on their experience working in the library.  
The second most common use for exit interviews in both types of libraries was to address 
administrative issues.  Small public libraries that did not conduct exit interviews 
indicated that small staff and low turnover precluded the use of exit interviews.  
Academic libraries most often responded that exit interviews were conducted by 
institutional human resources departments, rather than within the library. 
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Introduction 
While high staff turnover is not a problem generally associated with libraries, 
administrative and human resource staff should never cease to search for (and apply) 
ways to improve the work environment of their staff.  However, current staff members 
may, for a variety of reasons, be unwilling or unable to air ideas or problems that concern 
their workplace to management.  While some employees may never feel comfortable 
airing discontent or criticizing the workplace, a valuable source of information often 
remains untapped – departing employees.  Employees who voluntarily leave an 
organization can be a treasure trove of information if human resources staff are willing 
and able to simply take the time to ask and analyze responses.  Questions posed to 
voluntarily departing employees via questionnaires (paper or computerized) or interviews 
(face to face or telephonic) are known as exit interviews.  While exit interviews may 
simply serve as occasions for perfunctory explanations of benefits, return of company 
property and the handing over of a final paycheck, if used to their fullest capacity they 
can be useful opportunities to provide a lens by which an organization can see how it 
appears to those who have worked within it. 
WHY CONDUCT EXIT INTERVIEWS? 
 The first question that any organization must ask is why it should institute a 
policy of conducting exit interviews.  Knouse and Beard, following the example of others 
in the field, suggest that there are three main reasons for an organization to conduct exit 
interviews.
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The primary reason is that exit interviews “provide both diagnostic and strategic 
information [to an organization]” (Knouse and Beard).  By interviewing employees who 
choose to leave the company of their own accord, employers are able to learn how to 
better retain current and future employees.  What kinds of information do employers hope 
to discover through exit interviews?  A survey conducted by Robert Half International in 
1994 suggested that 42% of employers were most interested in learning “how the 
department could be improved” and an additional 34% hoped to learn “how the 
company’s policies could be improved” by using exit interviews.  A much smaller 
percentage (17%) of respondents was interested in learning “how the former employee’s 
supervisor could improve his/her skills (“Exit Lines”). 
What then, do employers take from exit interviews?  The Society for Human 
Resource Management’s 2000 Retention Practices Survey asked not only whether 
companies used exit interviews as a means of retaining employees, but also what kinds of 
changes employers had made, based on information gleaned from exit interviews.  In 
laundry list format, the changes included:  “reviewing salary structures; forming 
employee satisfaction/retention committees; establishing alternative work schedules; 
providing more training; reimbursing employees for expenses such as cell phone usage; 
communicating more frequently with employees; instituting casual dress policies; 
requiting [sic] managers to undergo supervisory training; and introducing bonus plans” 
(“SHRM Survey Quantifies…”).   It is apparent that exit interviews, taken seriously, can 
illuminate areas where an organization can make major changes that can drastically 
improve the employee’s quality of life at work, and thus aid in retaining, and obtaining, 
good employees.  
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 The second reason that exit interviews are used is, according to Knouse and 
Beard, to help the organization to “reach public relations goals”.  They feel that, by 
allowing departing employees to bring up relevant issues, the employees will leave the 
corporation with “more positive feelings”.  Knouse and Beard provide no evidence to 
support the existence of a relationship between exit interviews and improved public 
relations. 
The third reason provided by Knouse and Beard is that exit interviews “allow for 
‘employee catharsis’”.  The ability to vent about issues that caused the departing 
employee distress, according to Knouse and Beard, is of great benefit to the employee.  It 
seems apparent that the second and third reasons are largely opposite sides of the same 
coin – that allowing an employee to vent satisfies the employee and also benefits the 
organization by allowing the employee to leave feeling that his or her concerns were 
heard and taken note of by the organization.  This can, however, create problems for the 
employer in the long term, by implying that the employer will make use of information 
that the departing employee has imparted.   
A fourth and final reason for organizations to conduct in-depth exit interviews (at 
least in the case of senior level employees) is to provide an easier transition for the 
departing employee’s replacement.  Several companies have begun to treat the exit 
interview as a means of gathering “business history” via audio recordings and transcripts 
of the interview.  This historical information can then be passed on to the newly hired or 
promoted employee to both speed and ease their acclimatization process.   
For example, N.M. Rothschild, a British merchant bank, took advantage of this 
style of exit interview when John Antcliffe, the director of corporate affairs, announced 
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his resignation.  An outside company, Pencorp, was hired to conduct the interview two 
weeks prior to Antcliffe’s final day on the job.  After the interview, Antcliffe described 
the experience as “an extremely effective way to quickly familiarize one’s successor with 
all the subtle aspects of both a new job and their new employer.”  The personnel director 
who initiated the project felt it was extremely valuable as well, stating: 
“Overlap is a very insightful and efficient way of reflecting the reality of the job 
and the company, and a well-balanced way of crystallizing all the issues that 
someone coming into this organization cold needs to know.  When the new 
appointment is made, it will give the entrant a very good understanding of how 
this business ticks.”  (Kransdorff) 
 
While no physical overlap between the terms of Mr. Antcliffe and his successor could 
take place, the recording of “business history” via the exit interview created a perception 
of overlap, which could ease the transitional period for both the new hire and the 
company as a whole.   
 It is easy to see why an organization would desire to conduct exit interviews, but 
what reasons might be given for an organization that does not feel the need to interview 
departees?  The next section of this paper will explore this topic. 
WHY NOT CONDUCT EXIT INTERVIEWS? 
 Some organizations do not use exit interviews because they do not feel that the 
information received from a departing employee is valuable enough to collect. For 
example, at Bloomberg, Inc., the most important aspect of the company is loyalty.  Exit 
interviews are irrelevant because, according to Chief Executive Officer and current 
Mayor of New York City, Michael Bloomberg, “I don’t understand why anybody would 
want to leave….As for asking why, I don’t much care.”  Bloomberg also feels that input 
from a single employee who leaves is inconsequential.  “I’ve got enough valuable 
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information.  How much information can you process?  It’s just the view of one person 
out of 4,000…If I saw that I had a big problem - like a whole office leaving - then I 
would be interested.  But one person?  Nah.”  (Hopkins 56)  While extreme, Bloomberg’s 
arguments against exit interviewing are not unreasonable, especially when viewed 
through the lens of “loyalty”.  In the atmosphere of corporate loyalty that Bloomberg 
fosters, anyone who leaves voluntarily commits an act paramount to treason against the 
company, and the input of a traitor is worthless.  Additionally, a person who leaves no 
longer has a motive to “improve” the company, and may, in fact hope for the opposite.  
Bloomberg’s second statement, that the opinion of one person out of 4,000 isn’t 
significant has relevance, but also needs to be delivered with a caveat.  While it is 
obvious and generally understood that the opinion of a single person should not be 
assumed to represent the feelings of the majority (especially when that single person is 
departing) and major changes should not typically be made based on a single complaint, 
in some circumstances, the opinion of a single person must be taken seriously, especially 
if the complaint is one of discrimination or harassment.  In fact, failure to act on such 
allegations could prove disastrous to the organization.   
 Another reason that exit interviews are not used is that organizations feel that the 
information gained from those interviews is already known.  For instance, another 
organization that does not make use of exit interviews is Barclays Bank in the United 
Kingdom.  Barclays Bank feels that exit interviews are unnecessary, because “If an 
organisation is working correctly there should be mechanisms for staff feedback along 
the way, and comprehensive means of monitoring staff views… we are very well aware 
of staff views and their feelings on issues that directly affect them” (“The feedback 
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factor”).  While in a perfect learning organization, this philosophy makes sense, in the 
real world and when faced with real human nature it is overly optimistic, and even naive 
to expect that all managers will be approachable all the time, that all employees will be 
forthcoming with their concerns and that if concerns are brought to light, that they will be 
addressed efficiently and effectively. 
 Despite these arguments against exit interviewing, the majority of employers do 
seem to feel that exit interviews are a valuable source of information (87% according to 
the SHRM Retention Practices Survey).  However, as with any management tool, there 
are problems and difficulties that must be acknowledged and compensated for in the use 
of exit interviews.   
PROBLEMS  
 One of the most pivotal problems with exit interviews centers on the need for 
clear goals and purposes when conducting the interview.  Unfortunately, exit interviews 
often become formalities, during which necessary paperwork is signed and the return of 
company property is arranged, but no useful information is gained by the employer as to 
why the employee is leaving.  However, even with a clear plan in place and an employee 
who offers useful information and/or constructive criticism about the organization, there 
are still issues that must be contended with.   
Information garnered from exit interviews must be gathered and analyzed over an 
extended period of time in order for organizations to recognize trends and act upon them.  
Robert Giacalone, who agrees with Michael Bloomberg that the opinion of a single 
departing employee is irrelevant, reminds us that it is “important not to make 
generalizations out of statistically insignificant information…One person’s dissatisfaction 
 7
with salary does not necessarily require an overhaul of the company’s compensation 
program” (Brotherton).  While it is important to use the information that is obtained in 
the exit interview, each interview must be viewed as a single piece of a much greater 
whole.  “Exit interviews…are never standalone sources of information” (Kennedy, “Do 
You Really…”).  Over time, or with a significant number of exit interviews (the exact 
number of which will vary, depending on the size of the organization and the rate of 
employee turnover), trends will emerge, and decisions can be made based on those 
tendencies.  This being said, however, as has been discussed previously, certain specific 
allegations such as discrimination or harassment must be addressed each time that they 
are raised.   
Kennedy raises another caveat for organizations that conduct exit interviews, that 
“by asking a question, you raise an expectation that something will change.”  Even 
though an exit interviewer asks questions of someone who will no longer work for the 
organization, the interviewee will most likely retain in contact with former co-workers 
and may discuss issues brought up during the exit interview (“Do You Really…”).  If the 
organization hopes to maintain good public relations with former employees, as has been 
suggested earlier, then it is in its best interests to ensure that concerns brought to light in 
exit interviews are addressed.   
A further problem that may hinder an organization’s ability to take advantage of 
concerns raised during exit interviews is the tendency for those who conduct the 
interviews to conceal information from members of senior management.  Interviewers 
sometimes are reluctant to divulge information from exit interviews because although it 
may be ultimately beneficial to the corporation, it may be critical and require that 
 8
changes take place.  This problem can be remedied by minimizing the number of layers 
of personnel between senior management (who can implement changes or entirely new 
policies) and those who perform the exit interviews (who are the initial receivers of the 
critical information).  (Kennedy, “What managers can find out…”) 
 Perhaps the most obvious potential problem with exit interviews is the issue of 
interviewee honesty.  Giacalone and Duhon mention the problem of “impression 
management” – that is, the tendency for interviewees to “create a certain image of 
themselves in the eyes of the organization” (qtd. in Giacalone and Knouse).  Even though 
the employee is leaving the organization, there may be several reasons why they feel the 
need to leave a good impression at their old place of employment.  Often, employees are 
hesitant to honestly express criticisms of the workplace because they are actively seeking 
new jobs and know that their prior employer can be called as a reference by a potential 
new employer.  The fear that open (and possibly harsh) criticism will lead to negative 
references prevents many departing employees from freely expressing those criticisms.   
 Another factor that can hinder the honest responses of exit interviewees is loyalty 
towards co-workers who remain with the employer.  Critical (and honest) responses 
could lead to changes in the workplace that might place remaining employees’ job 
security in jeopardy or that might bring unpleasant repercussions on those who remain.  
Even if departing employees are willing to burn bridges with their old employers, they 
may not wish to do so with former co-workers, with whom they may maintain social and 
networking relationships after their departure. 
 Personal justifications may also prevent employees from answering interview 
questions honestly.  If there exist matters of a personal nature that an employee is 
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unwilling to share with their former employer for reasons of embarrassment, or privacy, 
there is little that the employer can or should do to force the employee to speak frankly.  
Asking such probing questions is likely to lead the interviewee to engage in impression 
management and circumvent the usefulness of the exit interview. 
 Clearly, exit interviews are a controversial topic.  Their utility is at the heart of the 
debate, though among their champions, there exist several debates regarding timing, 
interviewer selection and methodology.  However, there is little information about the use 
of exit interviews in libraries.  How often are such interviews used in libraries? Do library 
administrators and staff who employ exit interviews use the information that they learn in 
the interviews to improve the working conditions, such as job satisfaction and 
productivity, of their remaining staff? These and other questions will be explored in this 
paper.  
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Literature Review 
Articles written about exit interviews normally fall into one of two categories, 
“prescriptive” (how-to) article and the formal study.  Exit interviews have been the 
subject of business management literature as early as 1927, when the Monthly Labor 
Review featured an anonymous article which described a study published by the 
Metropolitan Life Insurance Company.  The article also featured a list of typical 
questions encountered in exit interviews.   
In 1955, Leslie This authored an article which appeared in Personnel Journal 
entitled “Exit Interviews:  Do They Pay?”  This’ article presented case study information, 
around a framework which described the utility of exit interviews. 
Personnel Journal would feature several more articles in the 1960s and 1970s on 
exit interviews, most notably 1966’s “A New Look at the Exit Interview” which  seems 
to be one of the earliest studies of “honesty issues” in the exit interview.   
Nineteen ninety-seven saw the publication of Robert A. Giacalone and Stephen B. 
Knouse’s “Motivation For and Prevention of Honest Responding in Exit Interviews and 
Surveys”, which harkens back to the 1966 Personnel Journal article.  Much more 
scholarly than most of the available literature on exit interviews, this article is based on a 
study of MBA students at the University of Richmond.   
Since the 1970s, a large percentage of the articles in the business literature (where 
the vast majority of writing about exit interviews appears), have been “prescriptive” in 
nature and often provide advice and guidance on how best to conduct exit interviews.    
 11
Human resource journals such as HR Management, Management Review, and HR 
Focus provide the majority of the existing literature in this arena.  The articles found in 
these journals are generally brief (approximately a single page in length) and written with 
the manager as audience.   
“The Standardized Exit Interview”  published in Personnel Journal in June 1978 
epitomizes the prescriptive style of article, and presents a strict methodology, using a 
“card game” in which departing employees are asked to pile “image cards” that describe 
aspects of the workplace into “realized”, “partly realized” and “not yet realized” stacks 
that then serve as the basis for further discussion.  (Hilb)  This level of standardization 
has not since appeared in the prescriptive literature. 
Paul Barada’s 1998 article in HR Magazine, “Before You Go…” is typical of the 
“how to” genre of articles, but is significantly more modern and less rigid.  Advice is 
given regarding not only the content of the interview (via a list of suggested questions), 
but also the context of the interview – who should conduct it and where and when it 
should take place.   
Online resources have also begun to appear.  One of the most interesting of these 
can be found on the website I-resign.com.  “The Exit Interview – A Guide to Getting Out 
of There Graciously” presents information on the exit interview from the employee’s 
point of view, and provides advice on how the departing employee can best navigate the 
exit interview.   
There is very little information on exit interviews available in the library 
literature.  Two articles on this topic have been published, “Employee Turnover and the 
Exit Interview” by James G. Neal in Library Trends in 1989, and “The Use of the Exit 
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Interview as a Personnel Tool and Its Applicability to Libraries” by Carol S. Jacobs in the 
Journal of Library Administration in 1991.  Neither of these brief articles limits its focus 
to a particular library setting, nor does either article present the results of any formal 
research study.  Both are prescriptive in nature – they describe general guidelines for 
conducting an exit interview, but fail to address the issue with any great depth and do not 
offer field-based suggestions for conducting successful exit interviews in library settings.  
The articles would not appear out of place in any general management or human 
resources publication.  While both of these articles are well written and generally useful, 
there is a need for literature more specifically targeted towards library management.  
Such articles are non-existent at the present time.      
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Methodology  
This study was designed to a learn more about exit interviews in libraries.  The 
research questions to be answered were:  Do public and academic libraries in Maryland 
conduct exit interviews with voluntarily departing employees?  What do those who do 
conduct exit interviews hope to gain from them, and why do those who do not conduct 
exit interviews choose not to do so?  
In order to address the research questions, a survey was developed.  The survey 
itself was brief, and consisted of 5 total questions.  (See Appendix A.)  The questions 
were designed specifically for this survey.  Since there has been no published research in 
this specific area, the questions were written based on prior research on exit interviews.  
The questions were revised and rewritten several times, based on comments from a 
faculty advisor and a public library administrator.    
 The studied population was restricted to a single state.  Maryland was selected as 
the focus of the research because it is a relatively small state, with a good representation 
of both public and academic libraries.  All Fifty-five public and academic libraries in 
Maryland were selected for inclusion in the survey.   
Maryland has a standardized system of 25 public libraries.  All but two of the 
public libraries are organized on a county system; Baltimore City Public Libraries are a 
municipal system and the Takoma Park Public Library is an independently run public 
library.  Each county has a public library system which consists of at least one library 
location.  Additional branches in each county are operated under the management of that 
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county’s main library or administrative offices.  There are also three regional library 
systems in the state which support interlibrary lending, technology acquisition and 
training across specific geographical regions of the state.  This standardization among 
public libraries facilitated the selection of subjects asked to participate in the 
questionnaire.   
There are approximately 27 academic (four year) colleges and universities located 
within the state.    These institutions of higher education range from public to private, 
religious to secular and vary widely in size.  Among them are several nationally 
recognized institutions as well as the United States Naval Academy.  Many of the 
institutions are part of the University of Maryland system and St. John’s College has a 
sister campus in New Mexico, while the Loyola Notre Dame Library serves two 
institutions, the College of Notre Dame and Loyola College.  “Academic libraries” were 
defined to include only accredited four year schools, and thus, community colleges were 
excluded from the study.  A list of all of the libraries that the survey was mailed to is 
included as Appendix B. 
 One manager from each public library system and each academic library was 
selected to be included in the surveyed population.  The names were found using either 
individual library websites or Sailor, a database of Maryland library information.  In most 
of the Maryland public library systems (21 of the 28), the person selected was the county 
library administrator or director.  In the larger systems (the remaining seven), the contact 
person selected was a human resources officer who was typically based out of the 
system’s administrative offices.  Representatives from Maryland academic libraries were 
selected through an online search of each institution’s website.  In 26 of the surveyed 
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academic libraries, the survey was sent to the Library Director, Head Librarian or Dean 
of the Libraries.  In three cases no specific person was named for any of these positions, 
so surveys were addressed to the “Library Director”.  In only one case was a survey 
mailed to a library human resources officer in an academic library.   
On November 2, 2004, all fifty five surveys were mailed out to academic and 
public libraries in Maryland. After two weeks (on November 15th), a reminder email was 
sent to those from whom a response had not yet been received.  A total of forty two 
responses were completed and returned.  Thirty four were returned via U.S. Mail, with an 
additional eight responses received electronically (via email) as a direct result of the 
email message.   
  Results were received from 22 of the 28 public libraries (78.5%), and by 20 of 
the 27 academic libraries (74%) included in the survey, for a total response of 76.4%. 
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Results 
 The results of the survey are reported in terms of the number of libraries 
responding to each question, as well as by the type (public or academic) and size of the 
responding libraries.  Size of libraries was determined by the holdings of the system 
(including branches).  For both public and academic libraries, the dividing point was set 
at 200,000 items.  Libraries with greater than 200,000 items were designated “Large” and 
those with fewer than 200,000 were labeled “Small”.  Regional public libraries were not 
included in the calculations for size, because their role in the library community is not 
tied to circulation, but rather to facilitating loan services and technology support and 
services across regions of the state.   
 The first question of the survey asked, “Does your library conduct exit interviews 
with voluntarily departing (i.e., non-terminated) employees?”  All respondents answered 
this question.  The results of this question are displayed below.  Table 1 shows the total 
responses to question one.  Table 2 shows the results broken down by type of library, 
public or academic.  Table 3 breaks the results down by size and type of library.   
 
Table 1 – Percentage of Exit Interviews 
Question 1 
“Does your library conduct exit interviews with 
voluntarily departing employees?” 
 
Number of 
libraries 
responding 
 
Percentage of 
total 
No  18 42.9% 
Yes, with all departing employees 13 31% 
Yes, with some departing employees 11 26.2% 
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Table 2 – Percentage of Exit Interviews by Type of Library 
Question 1 
“Does your library 
conduct exit interviews 
with voluntarily departing 
employees?” 
 
Number of 
public 
libraries  
 
Percentage of 
public 
libraries  
 
Number of 
academic 
libraries  
 
Percentage of 
academic 
libraries  
No  7 31.8% 11 55% 
Yes, all employees 10 45.5% 3 15% 
Yes, some employees 5 22.7% 6 30% 
 
Table 3 – Exit Interviews by Type and Size of Library 
Question 1 
“Does your library 
conduct exit interviews 
with voluntarily departing 
employees?” 
 
Number of 
small public 
libraries  
 
Number of 
large public 
libraries  
 
Number of 
small 
academic 
libraries  
 
Number of 
large 
academic 
libraries  
No  6 1 5 6 
Yes, all employees 1 7 0 3 
Yes, some employees 2 3 3 3 
 
As can be seen from the responses to Question 1, almost half of the libraries do not 
conduct any exit interviews at all. However, about a third of the respondents report that 
their libraries interview all departing employees.  Table 2 shows that that public libraries 
in Maryland are more likely to conduct exit interviews than were the academic libraries 
surveyed, with two thirds of the public libraries responding that they did conduct exit 
interviews with at least some employees.  More than half of the academic libraries 
surveyed did not conduct any sort of exit interview with departing employees.  According 
to the findings displayed in Table 3, small public libraries are much less likely to conduct 
exit interviews than are large public libraries.  Large public libraries are much more 
likely to conduct exit interviews with all voluntarily departing employees.  In academic 
libraries, the findings are less revealing, since no definite trends appear.   
 Questions 2, 3 and 4 were completed by those respondents who answered “yes” to 
Question 1, indicating that their libraries did conduct exit interviews with some or all 
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voluntarily departing employees.  Question 2 addressed the topic of “selection criteria” 
among those who conducted exit interviews.  In the event that a library conducted exit 
interviews with only some of their employees, this question gave respondents an 
opportunity to describe what factors influenced the decision to conduct an exit interview.  
Unfortunately, this question seemed to have been somewhat confusing for respondents.  
More careful wording would have made this question more useful in determining how 
Maryland libraries decide which employees should undergo exit interviews.  
Nevertheless, what can be taken from analysis of this question is that salary is clearly not 
an issue that determines if an employee will have an exit interview.  None of the 
surveyed libraries indicated that salary was a consideration in selecting employees who 
would be interviewed.  The most common response to this question was “Other” with 7 
of the 15 total responses, followed by “Position held in the library” (5 of 15) and “Length 
of employment” (3 of 15).   
 The third question on the survey, “Why does your library conduct exit 
interviews?” was the most illuminating of all.  All of the respondents who answered 
“yes” on question one responded to this question.  Respondents were able to select as 
many options as they felt applied to their library.  Table 4 reflects the overall responses to 
this question.  Responses broken down by type of library are shown on Table 5. 
Table 4 – Reasons for conducting exit interviews 
Question 3 Number 
responding  
Percentage
“Wrap up” administrative loose ends 18 37.5% 
Gain information about employee’s experience working 
in the library 
21 43.8% 
Final attempt to retain departing employees 2 4.2% 
Other reasons 7 14.6% 
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Table 5 – Reasons for conducting exit interviews by type of library 
Question 3 
 
Number of 
public 
libraries  
Percentage of 
public 
libraries  
Number of 
academic 
libraries  
Percentage of 
academic 
libraries  
“Wrap up” 
administrative details 
11 39.3% 7 35% 
Gain information about 
employee’s experience  
13 46.4% 8 40% 
Final attempt to retain 
departing employees 
0 0% 2 10% 
Other reasons 4 14.3% 3 15% 
 
Table 6 – Reasons for conducting exit interviews by type and size of library 
Question 3 
 
Number of 
small public 
libraries (of 
3) 
Number of 
large public 
libraries (of 
10) 
Number of 
small 
academic 
libraries (of 3) 
Number of 
large academic 
libraries (of 6) 
“Wrap up” 
administrative details 
2 (66.7%) 7 (70%) 3 (100%) 4 (66.7%) 
Gain information about 
employee’s experience  
2 (66.7%) 9 (90%) 3 (100%) 5 (83.3%) 
Final attempt to retain 
departing employees 
0 (0%) 0 (0%) 1 (33.3%) 1 (16.7%) 
Other reasons 0 (0%) 3 (30%) 1 (33.3%) 0 (0%) 
 
As can be seen in Table 4, the most common responses to question 3 were that libraries 
used exit interviews for both administrative and informational reasons (i.e., gathering 
information about the library from those who worked there).   
Further analysis of question 3 was done to see if there were differences in 
responses based on the type and size of libraries, as can be seen in Tables 5 and 6, but 
few differences could be determined.  
Several participants stated that there were “other” reasons that they used exit 
interviews – sample responses suggested that exit interviews were used to look towards 
the future of both the employee and the position that they held.  “For employees who 
might consider substituting or returning to work at the library”, “to answer any questions 
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the departing staff member has about future employment” and “to improve the process of 
selecting a replacement” were responses that conveyed this idea.   
 The final question (Question 4) asked of those who conduct exit interviews was 
“Who is typically responsible for conducting exit interviews in your library?”  The most 
common response (thirteen of the twenty four respondents, or 54.2%) was “Another 
library employee” (which was interpreted to include library directors or deans).  Only 
four respondents indicated that immediate supervisors conducted exit interviews, and an 
additional three specified that another party handled the interviews.  Seven participants 
indicated that a member of the applicable human resources department conducted the 
interviews for the library.  Table 7 shows the results of Question 4, by type of library, and 
Table 8 breaks the responses down by type and size of library. 
Table 7 – Parties responsible for conducting exit interviews 
Question 4 
 
Number of 
public 
libraries  
Percentage of 
public 
libraries  
Number of 
academic 
libraries  
Percentage of 
academic 
libraries  
Immediate supervisor 2 12.5% 2 18.2% 
Another library 
employee (includes 
directors and deans) 
6 37.5% 7 63.6% 
Relevant HR department 5 31.3% 2 18.2% 
Other party 3 18.8% 0 0% 
 
Table 8 – Parties responsible for conducting exit interviews by type and size of library 
Question 4 
 
Number of 
small public 
libraries  
Number of 
large public 
libraries  
Number of 
small 
academic 
libraries  
Number of 
large academic 
libraries  
Immediate supervisor 1 1 0 2 
Another library 
employee (includes 
directors and deans) 
1 4 2 5 
Relevant HR department 0 5 1 1 
Other party 1 1 0 0 
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 What is most revealing about the results of Question 4 is that typically, in both 
public and academic libraries, exit interviews are conducted by employees of the library 
(often directors or deans).  In large public libraries, exit interviews were typically 
conducted by other library employees or the relevant human resources department, but 
not by a departing employee’s immediate supervisor.  No small public libraries used 
human resources departments to conduct exit interviews.  In academic libraries, large and 
small, “other library employees” most often handle exit interviews.   
 Those who answered the first question with a “no” response were then directed to 
skip directly to the final question on the survey, which asked “If your library does NOT 
conduct exit interviews, what are some specific reasons for this decision?”  Respondents 
could indicate as many responses as they felt applied – “Lack of staff available to 
conduct exit interviews”, “Don’t feel that exit interviews will provide useful information” 
or “Other reasons (please describe)”.  Most of the responses to this question (57.1% or 12 
of 21 total responses) indicated that there were “other” reasons that they did not conduct 
exit interviews.  When broken down by type of library, 75% of academic libraries 
indicated that they did not conduct exit interviews for “Other reasons”, while one third 
(33.3%) of public libraries gave this as a reason they did not conduct exit interviews.  The 
most common reason given by public libraries was that no useful information would be 
obtained (44.4% of responses).  In small public libraries, low staff turnover and small 
staff size were often indicated as “other reasons” that exit interviews were not conducted.  
In academic libraries that did not conduct exit interviews, the most common response, 
regardless of the size of the collection, was that the institution’s Human Resource 
Department conducted formal exit interviews, but that the library did not conduct any sort 
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of exit interview.  Only two respondents mentioned small staff size or low turnover as a 
factor that prevented exit interviewing.   
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Conclusions 
 From the information gathered, several conclusions may be drawn.  In Maryland, 
public libraries are much more likely to conduct exit interviews than their academic 
counterparts.  Approximately two-thirds of participating public libraries conducted exit 
interviews with at least some of their voluntarily departing employees.  In contrast, more 
than half of the responding academic libraries stated that they did not conduct exit 
interviews.  The results from academic libraries are not necessarily totally representative 
of what is taking place at academic institutions, however.  Seven of the academic 
librarians reported that while their individual libraries do not conduct formal exit 
interviews, their university human resources department does.  Often, these exit 
interviews are mandatory for all departing employees.  The study did not include human 
resources officers unless they were directly “attached” to the institution’s library, so there 
is certainly a reservoir of data that remains untapped.  Whether or not information that 
might be useful to the institution’s library is obtained in such required exit interviews is 
unknown at this point in time.   
 It seems that academic libraries in Maryland are missing an opportunity to gain 
useful information from departing employees by not conducting separate exit interviews 
with voluntarily departing employees.  While the institutional human resources 
departments may still require that their staff conduct a separate exit interview, it seems 
obvious that “in house” exit interviews, conducted by library staff, and targeted to each 
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individual employee could gather information that is specific, unique and useful to the 
library environment.   
 In those libraries that conduct exit interviews, both public and academic, the most 
common reasons for their implementation are both “administrative” and “informational”.  
While academic libraries are slightly more likely to utilize exit interviews for 
“administrative” ends (such as delivering a final paycheck, benefits information or 
obtaining library property such as keys and access cards) than are public, the use of exit 
interviews to learn more about (and hopefully improve) the organization is very 
consistent.  No public libraries reported that they used exit interviews as a final attempt to 
retain employees, while two of the academic libraries did.  As was mentioned earlier, one 
academic library did state that they used exit interviews in order to “improve the process 
of selecting a replacement.”   
 In terms of who conducts exit interviews in Maryland public and academic 
libraries, the most likely interviewer is another library employee, often the Library 
Director, or an Assistant or Associate Director.  In public libraries, the second choice for 
interviewer is normally a member of the applicable human resources department (either 
directly attached to the library or a member of county administrative staff).  After other 
library employees, academic libraries are equally likely to use an immediate supervisor or 
human resources department.  Public libraries are more likely to use other parties to 
conduct exit interviews than they are to use an employee’s immediate supervisor.  These 
other parties vary, but include Personnel Committees that are part of a library’s Board of 
Trustees.  One public library did report that while full time employees received in person 
exit interviews from the library’s human resources department, part time employees were 
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sent questionnaires through the mail.  According to the survey results, small public 
libraries do not use human resources departments to conduct exit interviews.  This may 
be due to the fact that smaller institutions are less likely to have specifically designated 
human resources officers and that specific aspects of such positions are delegated across 
a number of other employees.   
 As has been mentioned before, in academic libraries, departing employees are 
likely to be interviewed by a member of the institution’s human resources department, 
but inconsistent reporting makes it difficult to draw conclusions on this matter.  
  Additionally, it is difficult to draw conclusions from the responses to question 2, 
which investigated how libraries that do not conduct exit interviews with all voluntarily 
departing employees select which employees will undergo an exit interview.  However, 
some of the comments which were added do shed some light on the selection process.  
Responses such as “Whether there are issues I wish to discuss or bring to closure”, 
“conditions of separation, extent of information from employee without exit interview”, 
“reason for leaving”, “employee choice”, “selected employees with potential insight into 
problems, issues, etc.” indicate that employers may conduct exit interviews if they feel 
that departing employees have unique perspectives that should not go unrecorded, even if 
standard policy does not indicate a mandatory exit interview with someone from the 
library.    
 Among those public and academic libraries in Maryland that do not conduct exit 
interviews, the reasons vary.  The aforementioned mandatory human resources interviews 
seem responsible for the lack of library exit interviews conducted at many academic 
libraries.  The most common reason given for not conducting exit interviews in public 
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libraries was that the respondents “[didn’t] feel that exit interviews will provide useful 
information”.  Several went on to describe more specific reasons that they didn’t conduct 
exit interviews.  These included low staff turnover and prior knowledge (often gained 
informally) of reasons for an employee’s departure.  On the academic side, one academic 
mentioned that small staff size might “inhibit forthrightness” and that for best results, 
“experienced professionals in the field (Human Relations Department)” were better 
suited to conducting exit interviews.   It appears logical that small staffs and low turnover 
(whether in public or academic libraries) might preclude the need for exit interviews.  
However, it is certainly possible that even these long-time staffers may have a few last 
recommendations and that the decision to skip an exit interview, based on staff size or 
longevity could rob a library of a valuable opportunity to improve itself.   
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Recommendations for further research 
 There is the potential for a significant amount of additional study in this area.  
Certainly, additional studies could simply expand the research into other states.  
Maryland is somewhat unique due to its very well integrated and organized public library 
system.  Other states or regions may have their own unique organizational structures.  
Additional research could also focus on libraries of various sizes.  As has been noted, 
libraries with smaller staffs may be less likely to conduct exit interviews.  A study that 
was set up to compare exit interview policies as they apply to libraries of various sizes 
could certainly shed more light on this interesting aspect of the research.   
 Additionally, the study set utilized for this research could be investigated with a 
great deal more depth.  As has been mentioned repeatedly, the differences between 
academic and public libraries’ organizational structures did have an impact on how 
respondents were able to answer certain of the questions posed in the survey.  Focusing 
the research on academic or public libraries might allow the researcher to better 
understand how the structure of the larger organization impacts the use of exit interviews 
at the departmental (library) level.   
 Ultimately, the exit interview is a useful tool that is not consistently used in 
Maryland public and academic libraries.  Those libraries that do use them stand to gain 
valuable information that might not be obtained in any other way.  The libraries that have 
not implemented a policy of conducting exit interviews, or that allow them to be 
conducted by human resource staff that may not be sensitive to the specific environment 
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and issues of the library, pass up an opportunity to gain useful information and to leave 
departing staff with a final opportunity to have their voices and opinions heard in the 
library.   
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APPENDIX B – Survey 
Exit Interviews in Maryland Public and Academic Libraries  
 
1.  Does your library conduct exit interviews with voluntarily departing (i.e., non-
terminated) employees?  (Circle number) 
 1 NO, we do not conduct exit interviews. 
 2 YES, all voluntarily departing employees undergo an exit interview 
 3 YES, some voluntarily departing employees undergo an exit interview 
 
IF YOUR LIBRARY DOES NOT CONDUCT EXIT INTERVIEWS, PLEASE SKIP TO 
QUESTION 5 AT THE BOTTOM OF THE PAGE. 
 
2.  How are employees selected to undergo exit interviews?  (Please indicate all that 
apply) 
 1 Length of employment with the library 
 2 Salary considerations 
 3 Position held in the library 
 4 Other selection criteria apply (please describe) ______________________ 
  ____________________________________________________________ 
 
3.  Why does your library conduct exit interviews?  (Please indicate all that apply) 
1 To “wrap up” administrative loose ends (reclaim keys, distribute final 
paycheck, pass on necessary information regarding benefits, etc.)  
2 To gain information about the employee’s experience working for the 
library 
3 As a final attempt to retain the employee 
4 Other reasons (please describe) __________________________________ 
____________________________________________________________ 
 
4.  Who is typically responsible for conducting exit interviews in your library?  (Please 
circle) 
 1 The employee’s immediate supervisor 
 2 Another library employee 
 3 A member of county/city/library/university human resources department 
 4 Another party (please describe) __________________________________ 
  ____________________________________________________________ 
 
5.  If your library does NOT conduct exit interviews, what are some specific reasons for 
this decision?  (Please indicate all that apply) 
 1 Lack of staff available to conduct exit interviews 
 2 Don’t feel that exit interviews will provide useful information 
 3 Other reasons (please describe) __________________________________ 
  ____________________________________________________________ 
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Thank you very much for your assistance with this research.  If you would like to 
see the summarized results of this study, please include contact information on a 
separate sheet when you return the completed survey. 
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APPENDIX B – List of Maryland Public and Academic Libraries Surveyed 
PUBLIC LIBRARIES ACADEMIC LIBRARIES 
Enoch Pratt Free Library 
400 Cathedral St. 
Baltimore, MD 21201-4484 
Joseph Meyerhoff Library 
Baltimore Hebrew University 
5800 Park Heights Avenue 
Baltimore, MD 21215 
Allegany County Library 
31 Washington Street 
Cumberland, MD  21502-2982 
Walter P. Carter Community  
Library/Reference Room 
Sojourner-Douglass College 
 500 N. Caroline Street 
 Baltimore, MD 21205 
Anne Arundel County Public Library 
5 Harry S. Truman Parkway 
Annapolis, MD  21401-7042 
 
Langsdale Library 
University of Baltimore 
1420 Maryland Ave.  
Baltimore, MD 21201 
Baltimore County Public Library 
Baltimore County Administrative Offices 
320 York Rd. 
Towson, MD  21204
Thurgood Marshall Library  
Bowie State University  
14000 Jericho Park Road  
Bowie, MD  20715 
Calvert Library 
Administrative Offices 
30 Duke St./P.O. Box 405 
Prince Frederick, MD 20678 
John G. and Beverly A. Puente Library 
Capitol College 
11301 Springfield Road 
Laurel, MD  20708 
Caroline County Public Library 
100 Market St.  
Denton, MD  21269 
Loyola Notre Dame Library  
200 Winston Avenue  
Baltimore, MD  21212 
Carroll County Public Library 
Headquarters 
115 Airport Drive 
Westminster, MD 21157-3030 
Weis Library 
Columbia Union College 
7600 Flower Ave.  
Takoma Park, MD 20912-7796 
Cecil County Library 
Elkton Central Library 
Administrative Offices 
301 Newark Ave. 
Elkton, MD 21921 
Parlett L. Moore Library 
Coppin State University 
2500 West North Avenue 
Baltimore, MD  21216 
Charles County Library 
2 Garrett Ave. 
La Plata, MD  20646-5959 
Ort Library 
Frostburg State University 
1 Stadium Drive 
Frostburg, MD 21532 
Dorchester County Public Library 
Central Library 
303 Gay Street 
Cambridge, MD 21613 
Julia Rogers Library 
Goucher College 
1021 Dulaney Valley Road 
Baltimore, MD 21204 
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PUBLIC LIBRARIES ACADEMIC LIBRARIES 
Frederick County Public Libraries 
C. Burr Atrz Central Library 
110 East Patrick St.  
Frederick, MD 21701 
Beneficial-Hodson Library 
Hood College 
401 Rosemont Avenue 
Frederick, MD 21701 
Ruth Enlow Library of Garrett County 
6 N. Second St.  
Oakland, MD  21550-1393 
 
Sheridan Libraries 
Johns Hopkins University 
3400 North Charles Street 
Baltimore, MD 21218 
Harford County Library 
1221-A Brass Mill Road 
Belcamp, MD 21017 
The Decker Library 
Maryland Institute College of Art 
1401 Mount Royal Avenue 
Baltimore, Maryland 21217 
Howard County Library 
6600 Cradlerock Way 
Columbia, MD 21045 
Hoover Library 
McDaniel College 
2 College Hill 
Westminster, MD 21157-4390 
Kent County Public Library 
408 High Street 
Chestertown, MD  21620-1312 
Morris A. Soper Library 
Morgan State University 
1700 E. Cold Spring Lane 
Baltimore, MD 21251 
Montgomery County Department of Public 
Libraries 
Administrative Offices 
99 Maryland Ave. 
Rockville, MD 20850 
 
Phillips Library 
Mount St. Mary's University (main 
campus) 
16300 Old Emmitsburg Road 
Emmitsburg, MD 21727 
Prince George’s County Memorial Library 
System 
6530 Adelphi Rd.  
Hyattsville, MD 20782 
Blackwell Library 
Salisbury University 
1101 Camden Avenue 
Salisbury, Maryland 21801-6860 
Queen Anne’s County Free Library 
121 South Commerce Street 
Centreville, MD  21617 
Greenfield Library 
St. John’s College 
60 College Avenue 
Annapolis, MD 21401 
St. Mary’s County Library 
23250 Hollywood Road 
Leonardtown, MD 20650 
 
St. Mary’s College of Maryland Library 
St. Mary’s College of Maryland 
18952 E. Fisher Road 
St. Mary’s City, MD  29686-3001 
Somerset County Library 
11767 Beechwood Street  
Princess Anne, MD 21853  
Albert S. Cook Library 
Towson University 
8000 York Road 
Towson, MD 21252-0001 
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PUBLIC LIBRARIES ACADEMIC LIBRARIES 
Talbot County Free Library 
Main Library 
100 West Dover Street 
Easton, Maryland 21601 
Nimitz Library 
U.S. Naval Academy 
589 McNair Road 
Annapolis, MD 21402-5029 
Washington County Free Library 
100 South Potomac Street 
Hagerstown, MD  21740-5504 
Albin O. Kuhn Library & Gallery 
University of Maryland, Baltimore County 
1000 Hilltop Circle 
Baltimore, MD  21250 
Wicomico County Free Library 
P.O. Box 4148 
Salisbury, Maryland  21802 
McKeldin Library  
University of Maryland  
College Park, Maryland 20742 
Worcester County Library 
Snow Hill Branch 
307 North Washington St. 
Snow Hill, Maryland 21863 
Frederick Douglass Library 
University of Maryland Eastern Shore 
1 Backbone Road 
Princess Anne, MD 21853 
Eastern Shore Regional Library 
122-126 South Division Street 
Salisbury, MD  21801 
University of Maryland University College
3501 University Blvd. East 
Adelphi, MD 20783 
Southern Maryland Regional Library 
Association, Inc. 
P.O. Box 459 
Charlotte Hall, MD 20622 
Library 
Villa Julie College 
1525 Greenspring Valley Rd 
Stevenson, Maryland 21153-0641 
Western Maryland Public Libraries 
100 South Potomac Street 
Hagerstown, MD 21740 
Clifton M. Miller Library 
300 Washington Avenue 
Chestertown, Maryland 21620-1197 
Takoma Park, Maryland Library 
101 Philadelphia Avenue 
Takoma Park, MD  20912 
 
 
 
 
